This research aims to explore the impact of ability, motivation, and opportunity (AMO) model to enhance human resource management practices on sustainable competitive advantage. The dimensions of the AMO model were ability-enhancing human resource management practices, motivation-enhancing human resource management practices, and opportunity-enhancing human resource management practices. The population consisted of all managers on the top managerial level at insurance companies. The purposive sample was composed of (124) managers, where the questionnaires returned, and valid for statistical analysis were (106), with the responding rate (85.5%). Structural equation modeling was used for statistical analysis and testing research's hypotheses. The results indicated that all dimensions of AMO model to enhance human resource management practices had influenced on sustainable competitive advantage. Hence, the recommendations were oriented to the organizations to improve the recruitment and training practices, as well as encouraging the employees by fair compensations and empowering them to achieve the organization's goals.
Introduction
Organizations continually focused on determining their long-term strategic goals which enable them of survival in an uncertain environment (Morton et al., 2018) . The sustainable competitive advantage deemed an important purpose to ensure the organization coping with hyper-competition and attain the forefront of their industrial sector despite the global challenges (Čirjevskis, 2019) . Therefore, the management sought to enhance their competitive performance in order to achieve a sustainable competitive through focusing on the internal environment and the external environment (Al-Abdallah et al., 2014) . The internal environment focus is represented by emphasizing on the importance of production factors that the organization acquired (Xin et al., 2018) . Human resource considered the most critical factor among production factors through associating with the innovating process that contributing to building a competitive advantage (Wang, 2019) . Hence, the current management theories is to focus on how to activate the role of the human resource of achieving the organization goals (Mahdi et al., 2019a) . One of the newest theories is the framework of ability, motivation, and opportunity which emphasize on enhancing human resource management practices to attain a high performance (Ma et al., 2017) . The insurance sector is considered as one of the major sectors which shapes the Qatar economy, especially after Qatar orientation toward keeping up the last global developments. This orientation came in line with Qatar's vision for the future years, which focuses on Qatar's global position by providing the best services, adopting entrepreneurial thoughts and innovative work, which is reflected on insurance companies' works. Accordingly, this research is seeking to examine the impact of ability, motivation, and opportunity (AMO) enhancing human resource management practices on sustainable competitive advantage in insurance companies at Qatar.
Literature review and hypotheses development

AMO Human Resource Practices
Counter of the conventional view about human resource management depicted as secluded, researches in the last years has switched their efforts toward deeming human resource management practices as an open system that consists of interrelated functions (Kundu & Gahlawat, 2018) . One of these systems emerged called high-performance work system (HPWS) to describe how human resource management practices indirectly affect employees behaviors and attitudes in order to attain high job performance depending on the increase of employees abilities, motivate them, and provide opportunities for them to share on achieving organization's goals (Li et al., 2019; Zhang & Morris, 2014 ). The AMO model acts the strategic importance of HPWS in a precise method by focusing mainly on human resource management practices that enhancing discretionary behavior between staff (Appelbaum, 2000) . Furthermore, the root of this model depends on psychology concepts that are linked to the systems which determine individual characteristics (Kroon et al., 2013; Rajiani et al., 2016) , where they are emphasized on employees own the suitable abilities, working on motivating staff to boost discretionary behavior, and empowering staff toward organizational goals (Harney & Jordan, 2008) . Marin-Garcia and Tomas (2016) argued that the AMO model that enhances human resource management practices interrelating with attaining strategic goals of an organization is an extremely complicated issue. Whereas this model is based not only on an actual of a group of practices but also it depends on employee personal comprehensions of these practices (Ehrnrooth & Björkman, 2012) . Thus, we should differentiate between actual and expected human resource management practices (Vermeeren et al., 2014) . Some authors debated that adopting the AMO model as a perspective focusing on employees is more effective than the administrative perspective to explain the mechanisms of changing in employees behaviors (Bos-Nehles et al., 2013) . Hence, this view described that the perfect design of human resource practices not only ensures an effective executive, but it emphasizes on the managers' capabilities to execute these practices, encourage to implement the jobs, and the organizational aid to make the change needed (Bainbridge, 2015; Marin-Garcia & Tomas, 2016) . Indeed, this model considers a three-dimensional model consisting of ability, motivation, and opportunity to enhance human resource management practices (Kundu & Gahlawat, 2018; Pak et al., 2019; Rajiani et al., 2016) . "Ability" focuses on improving the employees' capabilities and skills by a set of functions that are aimed to recruit talented candidates, conducting extensive programs for training and developing, and working on job enrichment (Bainbridge, 2015; Pak et al., 2019) . "Motivation" refers to encourage employees to perform their jobs optimally through rewards and incentives, job security, and career development (Kundu & Gahlawat, 2018) . "Opportunity" demonstrates the open horizons for staff to participate in the organization's success by information involvement, work as a team, and to empower their employees (Obeidat et al., 2016; Rajiani et al., 2016) .
Sustainable Competitive Advantage
Competitive advantage could be created either by executing a value generation strategy that exists or potential rivals (Gouillart, 2014) or by the superior implementation of strategies which rivals adopt (Santana-Sarmiento et al., 2019) . Jabir et al. (2019) identified the competitive advantage as the unique status of the organization that enables it to cope rivals, while Khan et al. (2019) indicated that competitive advantage fundamentally derived from the organization's resources and capabilities. The resources have been referred to the assets an organization acquired that deem as a stash of obtainable factors and one of an organization's strengths and weaknesses (Bowman & Ambrosini, 2003; Holdford, 2018) . The capabilities are considered as the organization ability to integrate its resources together for developing its products by managing brand which is based on the organization knowledge about its market needs (Holdford, 2018; Maja et al., 2018; Takahashi & Sander, 2017) . The term sustainable competitive advantage has received immense importance since Porter (1980) drawn the broad lines of how organizations developed their strategies to interact with their markets through the generic competitive strategies classified into cost leadership, differentiation, or focus (Quaye & Mensah, 2019) . Barney (2000) stated that sustainable competitive advantage expresses those unique value generation activities in the long term and asynchronous with prospective rivals where these activities cannot be readily imitated (Nadarajah & Latifah Syed Abdul Kadir, 2014) . Hence, the extent of contribution an organization could obtain from a competitive advantage depends on the sustainability of this competitive advantage that the resources and capabilities confer on an organization (Maury, 2018) . Moreover, Mahdi et al., (2019) argued that the sustainability of competitive advantage could be achieved when the organization competitive advantage withstands for the erosion that results by the competitive behavior through building barriers which prevent the imitation.
AMO Human Resource Practices and sustainable competitive advantage
The AMO framework constitutes the most common theoretical notion associated with human resource management systems, especially it reflects the effects of their practices on an organization's outcomes (Jiang et al., 2012) . This framework suggests three major components enhancing human resource management practices to achieve an organization's goals (Kundu & Gahlawat, 2018) . Hence, this enhancing practices could improve an organization ability to build sustainable competitive advantage (Bułat, 2019) . Ability enhances human resource management practices by recruiting talent which deems the base of innovative organizations (Pak et al., 2019) , selecting the best available talent for fusing among organization's teams (Rajiani et al., 2016) , and providing training to help them develop their skills and capabilities (Obeidat et al., 2016) leading to increase an organization's opportunities to attain sustainable competitive advantage by improving its ability to utilize its resources and capabilities to provide unique products and services to their customers (Albrecht et al., 2015) . Therefore, the first hypothesis indicates:
H1: There is a significant impact of ability enhancing HRM practices on sustainable competitive advantage.
Motivation is enhancing human resource management practices through focusing an organization on granting their employees fair compensation either monetary or non-monetary as the result of high performance (Marin-Garcia & Tomas, 2016) , career management of their employees that is based on an equal opportunity (Almutawa et al., 2016) , and providing an organizational environment characterized on job security (Li et al., 2019) driving their employees to keep an organization's resources and seeking to develop its market share through creating novel products and services that increase an organization's ability to compete (Bos-Nehles et al., 2013) , as well as enhance on their loyalty to attain an organization's competitive position (Bułat, 2019) . Accordingly, the second hypothesis refers to:
H2: There is a significant impact of motivation enhancing HRM practices on sustainable competitive advantage.
Opportunity enhancing human resource management practices is based on enabling the employees to share on planning the future of an organization through engaging them on the decision-making process (Marin-Garcia & Tomas, 2016) , opening the communication channels between different levels within an organization (Ma et al., 2017) , building teamwork spirit (Rajiani et al., 2016) and these factors help organizations build a strong competitive advantage through employees commitment for organization's goals accomplishment in efficient and effective methods (Albrecht et al., 2015) . Therefore, the third hypothesis states:
H3: There is a significant impact of opportunity enhancing HRM practices on sustainable competitive advantage. Fig. 1 provides an overall view of the hypothesized impact of the independent variable that is referred to AMO enhancing human resource management practices through their dimensions on the dependent variable that identified as a sustainable competitive advantage. 
Research theoretical model
Research population and sample
The research population consisted of the managers in the top management level at insurance companies in Qatar. The research was conducted with this population due to the importance of this sector in the Qatar economy. The research sample was purposive (Klar & Leeper, 2019) , where the questionnaires were distributed to (124) managers, while the returned questionnaires and valid for statistical analysis were (106) with responding rate (85.5%). Table 1 shows the characteristics of the research sample. 
Research instrument
The data was collected from the research sample using a questionnaire that deemed the main research instrument. It was developed by reviewing the literature related to research variables and consisted of 42 items used to measure these variables. (Holdford, 2018; Khan et al., 2019; Maury, 2018; Quaye & Mensah, 2019) 
Validity and Reliability
Exploratory factor analysis was used as a method to identify how items are loaded on the specific structures (Hancock et al., 2019) . This method is used to achieve several objectives such as decreasing the number of structures used in the research model, evaluating the dimensionality of structures, examining multicollinearity besides describing relationships between variables (Williams et al., 2010) . Moreover, Ab Hamid et al. (2017) and Al-Hawary and Al-Namlan (2018) referred that exploratory factor analysis is used to ensure validity and reliability of the research instrument, where it measures the convergent validity by average variance extracted (AVE), discriminant validity using the square root of the average variance extracted (√AVE), and reliability through calculating McDonald's omega coefficient (ω).
Table 3 Exploratory Factor Analysis Results
The results listed in Table 3 indicate that all items loading values (λ) were higher than 0.50, where the values were between 0.625 and 0.871; hence all items are accepted (Al-Hawary & Al-Namlan, 2018). The average variance extracted (AVE) is higher than 0.50, which means that the convergent validity was accepted Rahman et al., 2016) . The square root of the average variance extracted (√AVE) is associated with values higher than the bivariate correlation coefficients, where the discriminate validity is considered acceptable (Ab Hamid et al., 2017) . Moreover, McDonald's omega coefficient came between 0.911 and 0.940, which indicates that all omega values are higher than the threshold criterion, i.e. 0.70 (Meneses et al., 2019; Saldivia et al., 2019) . Hence, the research instrument is characterized by validity and reliability. 
Goodness of Model Indices
In terms of model fit indices, confirmatory factor analysis (CFA) was used to confirm the results that appeared in exploratory factor analysis (EFA) (Howard et al., 2018) . Therefore, Enders and Mansolf (2018) determined six indices used to signify whether the model used is fit or not, these indices were relative chi-square (χ2/DF), the goodness of fit index (GFI), the comparative fit index (CFI), adjusted goodness of fit index (AGFI), the Tucker-Lewis index (TLI), and root mean square error of approximation (RMSEA). The results in the Table 4 confirm that the model used is fit, where relative chi-square (χ2/DF) value was less than 3 (Al-Hawary & Mohammed, 2017), all vales of the goodness of fit index (GFI), comparative fit index (CFI), adjusted goodness of fit index (AGFI), the Tucker-Lewis index (TLI) were higher than 0.90 (Marsh et al., 2019) , and root mean square error of approximation (RMSEA) value was less than 0.05 (Perry et al., 2015) .
Data analysis
The Pearson correlation coefficient identifies the correlation between research variables, as well as it enables to confirm that the variables are free of multicollinearity problem (Wang et al., 2018) . The results as shown in Table 5 indicate that there is a correlation between variables, where the values range from r=0.31 to r=0.63 with significance level less than 0.05 (Jiang, 2018) . Furthermore, all correlation values are less than 0.80 which means that independent variables are free of multicollinearity problem (Hair, 2010) . Moreover, the results in Table 5 refers that the insurance companies in Qatar were implementing human resource management practices that relate to ability-enhancing with high level (M=3.74, SD=0.91). While they implement human resource management practices that relate to motivation-enhancing with a moderate level (M=3.54, SD=0.93) and opportunity-enhancing was also a moderate level (M=3.08, SD=0.89). Also, the sustainable competitive advantage achievement was at a moderate level (M=3.17, SD=0.94). Structural equation modeling was used to test the research hypotheses, where it explains the impact between Ability-Enhancing HRM Practices and sustainable competitive advantage (H1), Motivation-Enhancing HRM Practices and sustainable competitive advantage (H2), and Opportunity-Enhancing HRM Practices and sustainable competitive advantage (H3) as shown in Fig. 2 . Accordingly, the results of structural equation modeling which was used to test research hypotheses are explained in Table 6 . The results indicate that all research's hypotheses were accepted, where the most significant impact is for the ability-enhancing human resource management practices (β=0.51, P-value<0.05), followed by opportunity-enhancing human resource management practices (β=0.47, P-value<0.05) and motivation-enhancing human resource management practices (β=0.34, P-value<0.05) on sustainable competitive advantage.
Conclusion and discussion
This research aimed to explore the impact of AMO model enhancing human resource management practices on sustainable competitive advantage. The results have indicated that there was an impact of AMO model enhancing human resource management practices on the sustainable competitive advantage which is consistent with the findings of Albrecht et al. (2015) and Bułat (2019) .
Fig. 2. Structural Model
Based on this result, the organizations need to adopt strategies to focus on the abilities of human resource management practices by recruiting the talent candidates. They need to select the best of them for employment in their teams. Also, improving their employees' capabilities and skills by activating the training programs may lead the organization in providing novel products and services. Moreover, it helps to improve an organization's products and service quality to the superiority of their rivals. Furthermore, there is a need on empowering their employees by sharing them in decision making and building communication bridges between different managerial levels within an organization to enhance their abilities to achieve their goals through effective methods to cope with environmental challenges more rapidly. Besides, organizations could focus on encouraging the employees by providing them with appropriate compensation related to their performance result and create a safe job environment that increases their affiliation and loyalty to accomplish an organization's goals, as well as seeking to be sustainable of an organization's business.
Recommendations
This research examined the impact of AMO enhancing human resource management practices on sustainable competitive advantage. Based on the results, the research presented many recommendations to encourage the managers and decisionmakers to increase required efforts toward the ability on enhancing human resource management practices by adopting appropriate recruitment strategies. That enables to attract talent from job markets, which ensures providing innovative products and services to their customers and attains sustainable competitive advantage. Besides, emphasize must be on motivation activities to build a good relationship with their employees through monetary and non-monetary compensations for highperformance employees and encourage the teamwork to build a shared culture oriented to accomplish the organization's goals.
Limitation and direction for future researches
